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ABSTRACT
THE RELATIONSHIPS AMONG PROFESSIONAL STRESS,
ORGANIZATIONAL CLIMATE, SEI.ECTIVE DEMOGRAPHIC
VARIABLES AND TEACHERS’ BURNOUT
Keaton, Loras Ed.D.
Atlanta University
Major Advisor: Ganga Persaud, Ph.D.
The problem of this study was to determine if any significant re¬
lationships existed among organizational climate, professional stress,
selective demographic variables and teachers' burnout.
The sample for this study consisted of 113 teachers in 10 secondary
schools in the Dekalb County School System. Teachers within each school
were randomly selected to report their perceptions of the school's cli¬
mate on Helpin's Organizational Climate Description Questionnaire, of
professional stress on Anderson and Sweeten's Organizational Leadership
Stress Questionnaire, of teachers' burnout on Jackson and Maslach's
Maslach Burnout Inventory. In addition, teachers were requested to
complete a 3 item questionnaire to provide demographic data for the
study.
Correlation analysis and factor analysis were employed to analyze
the data. Null hypotheses were rejected at the p < .01 level of confi¬
dence .
On the basis of the statistical treatment of the data utilized in
this study, the following conclusions were drawn: Professional stress
is significantly related to the frequency and intensity of the burnout
dimensions. Depersonalization and Emotional Exhaustion; however, profes¬
sional stress is not significantly related to the burnout dimension.
Personal Accomplishment. The demographic variables, teaching experl-
ence, age and educational level are not significantly related to the
frequency and intensity of the three dimensions, and professional
stress, the eight dimensions of the Organizational Climate Description
Questionnaire (OCDQ), age, years of teaching experience and educational
level are not significantly related to each other. Based on the afore¬
mentioned findings/conlcusions the following recommendations were
suggested for future research:
1. Additional studies utilizing larger samples in
more diverse areas be conducted to replicate
this research. Teachers and principals from
all grade levels should be used to expand the
scope of this study.
2. Attempts should be made to try to identify other
variables that may be significantly related to
teachers ' burnout because other variables may
be found to be stronger predictors of teachers'
burnout.
3. Educational administrators should keep abreast of
the literature on stress/bumout in order to pro¬
vide corrective/preventive measures when warranted.
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Professional burnout is increasingly affecting teachers on all
grade levels. Exactly where "fired up" terminates and "burned out" com¬
mences is difficult to determine; however, some educational adminis¬
trators are quite concerned about teachers' burnout for the following
reasons :
. . . First, burnout clearly affects the staff member's
morale and psychological well-being. Second, burnout
seems to affect the quality of care and treatment pro¬
vided to clients. Third, burnout may have a strong
influence on administrative functioning; high rates
of burnout can cause havoc in community programs.^
According to Freudenberger, certain people are more susceptible
to the burnout syndrome. He stated that
... it would be virtually impossible for the under¬
achiever to get into that state. Or the happy-go-lucky
individual with fairly modest aspirations. Burnout is
pretty much limited to dynamic, charismatic, goal-oriented
men and women, or to determined idealists who want their
marriages to be the best, their work records to be
outstanding. . . 2
The symptoms of the burnout syndrome according to Freudenberger
Include the following:
1. Exhaustion
^Cary Cherniss, Staff Burnout: Job Stress in the Human Services
(Beverly Hills: Sage, 1980), p. 27.
^Herbert J. Freudenberger and Geraldine Rlchelson, Burn-Out: How





3. Boredom and cynicism
4. A sense of omnipotence
5. Impatience and heightened irritability
6. Disorientation




11. Denial of feelings^
Since the effects of burnout may be detrimental to teachers, stu¬
dents and the community, alerting more school principals about the
possibility of the burnout syndrome occurring among their teachers is
very important because it may prompt the development and implementation
of certain intervention techniques. Before intervention techniques can
be developed, however, educators must become cognizant of the major
factors which contribute to teachers' burnout. Thus, this study endeav¬
ored to determine if professional stress, organizational climate and
other variables were related to the burnout syndrome.
Statement of the Problem
This study endeavored to investigate the relationships among
professional stress, organizational climate and teachers' burnout. In
addition, it endeavored to determine if certain demographic variables
of the teachers (age, years of teaching experience and level of educa¬




The questions which seemed most appropriate for this study in
relation to the problem were;
1. What is the relationship between professional stress and the




2. What is the relationship between teaching experience and




3. What is the relationship between age and the intensity and




4. What is the relationship between educational level and the




5. What is the relationship among professional stress, the eight
dimensions of the Organizational Climate Description Question¬
naire, 1 age, years of teaching experience, educational level
1Andrew W. Halpin, Theory and Research Administration (New York:
The MacMillan Co., 1966), p. 44.
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of teachers and the 3 dimensions of burnout?
Justification For The Study
According to McGuire,^ teachers' burnout is caused by the many
horrendous problems that plague teachers; however, the major contrib¬
uting factors have not been clearly delineated. Even though some
principals have long recognized some S3nnptoms of burnout in veteran
teachers, particularly those with 7 to 10 years of experience, they
have been ineffective in dealing with the problem, and today, they
claim that it is happening more frequently.2
Since it is recognized that the disintegration of even one member
of the faculty affects the entire school, burnout is becoming a major
concern for some principals. If it (teachers' burnout) is not checked/
prevented, it will result in many teachers remaining in the classroom,
bored and irritated with their students, or it will result in more
teachers leaving the profession. Consequently, the education of stu¬
dents will be adversely affected. Thus, there is a need for this study
in order to provide principals with more empirical information about
the factors which contribute to teachers' burnout. When the factors
are clearly delineated, then and only then, will principals be able to
deal with this malady.
The Research Theory
To formulate the conceptual framework for this study, the suc-
Iwillard McGuire, "Teacher Burnout," Today's Education 68 (Nov.-
Dec ., 1979): 5.
2sally Reed, "What You Can Do to Prevent Teacher Burnout,"
National Elementary Principals 58 (1979): 68.
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ceeding section focuses on the relationships between the independent
and dependent variables which emanated from the literature review. The
study endeavored to investigate the relationships among professional
stress, organizational climate and teachers' burnout. In addition, it
sought to determine if the demographic variables of the teachers (years
of teaching experience, educational level and age) were significantly
related to teachers' burnout. The diagram below shows how these vari¬
ables were related.
Independent Variables Dependent Variable
Professional Stress-..^,^^
Organization!
Educational T.evel* ■■ .i ^^“^i^^^^Teachers' Burnout
Years of Teaching Experlence,^^^^*^
Age of Teachers-"^'*”^
Freudenbergerl originally coined the term "burnout” to refer to
people in the helping professions who wear themselves out in pursuit of
an impossible goal. Moreover, Maslach and Jackson defined burnout as
follows:
Burnout is a specific, stress related syndrome charac¬
terized by increased feelings of emotional exhaustion.
This emotional exhaustion may in turn lead to resentment
of those who demand one's help . . . The result is that
the service one offers tends to become depersonalized;
one may hide behind the rule book rather than become
involved and may over time, develop a certain callous
attitude toward those whom one is suppose to help. At
the same time, because of emotional exhaustion, at the
end of the day, one may merely wish to be along, neglect
the family and become antisocial. This may be accom¬
panied by an awareness of and disatisfaction with one's
accomplishments at work, and as a result evaluate oneself
increasingly negatively . . . These factors in combina¬
tion will lead to a decrease in the quality of the
Ipreudenberger, Burnout, p. 20.
service
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provided, to an increase in absenteeism, to an increase in
a desire to leave the job . .
In consensus with Maslach and Jackson, Cedoline stated that bum -
out is characterized by:
1) physical and emotional exhaustion;
2) socially dysfunctional behavior, particular a
distancing and isolation from individuals with
whom one is working;
3) psychological impalrement-especially strong,
negative feelings towards the self; and
4) organizational inefficiency through decreased
output and poor morale.2
Cedoline further stated that burnout is both an occupational
hazard and a phenomenon caused by stress. Stress can be defined as a
perception of circumstances which places a demand on an individual. It
can be positive or negative depending on whether the person feels that
he can handle the situation adequately. Thus, according to Sells,
stress arises under the following conditions:
1. The individual is called upon to respond to circum¬
stances for which he has no adequate response avail¬
able. The unavailability of an adequate response may
be one of physical inadequacy; absence of the response
in the individual's response repertoire; lack of train¬
ing, equipment or opportunity to prepare.
2. The consequences and failure to respond effectively are
important to the Individual.^
Even though a moderate amount of stress is helpful, according to
Selyewhen it becomes excessive and persistent, it lowers resistence
enced
1979.
Ichristine Maslach and Susan Jackson, "The Measurement of Experi-
Bumout," research report. University of California, Berkeley,
^Anthony J. Cedoline, Job Burnout in Public Education (New York:
Teacher College Press, 1982), p. 17.
3s.B. Sells, "On the Nature of Stress," In J.E. McGrath (Ed),
Social and Psychological Factors in Stress (New York: Holt, Rinehart
and Winston, Inc., 1970).
^H. Selye, The Stress of Life (New York: McGraw-Hill, 1976).
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to disease, narrows the person's perceptual field, leads to rigidity in
cognitive processes, impairs efficiency, lowers resistance to other
stressors and speeds up aging. In essence, then, it leads to burnout.
Organizational climate is another factor which is probably related
to teachers' burnout. Acccording to Hoy and Miskel,^ climate refers to
the internal quality of the organization, especially as experienced by
its members. Moreover, Halpin and Crqft^ defined climate operationally
as the amount of hindrance (busy work) intimacy (good interpersonal
relationships) disengagement (no commitment) esprit (morale) production
(close supervision) aloofness (impersonal principal behavior) considera¬
tion (friendly principal) and thrust (principal sets examples) a school/
organization may have. Two of the climates described by Halpin and
Croft were open and closed.^
An open climate is characterized by a high degree of thrust,
esprit and low disengagement. The principal provides some structure,
but he is also supportive of teachers, and he is concerned about their
needs. In such a climate, then, there is no need for close supervision,
aloofness and hindrance because the principal, as shown by his transac¬
tional leadership style, would feel that the workers have the ability
and the willingness to do their work. It is obvious that schools with
open climates, then, would have less burned out teachers because the
needs/personal goals of teachers would be integrated with the goals of
^W.K. Hoy and C.G. Miskel, Educational Administration Theory,
Research and Practice (New Jersey: Prentice-Hall, 1982).
^Andrew Halpin and Don Croft, The Organizational Climate of Schools
(Chicago, Midwest Administration Center, University of Chicago, 1963).
3lbid.
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the organization. This is significant because according to Maslow,^
motivation takes place when personal needs are fulfilled.
A closed climate is just the opposite of an open climate. Thrust
and esprit are low and disengagement is high. Also, the principal is
more autocratic, and has a bureaucratic type of organization; there¬
fore, he supervises closely; he engages staff members in a great deal
of busy work; he is aloof and he lacks consideration. Such a climate
would produce a great deal of frustration and apathy which would prob¬
ably make teachers more susceptible to the burnout syndrome because
personal needs/goals of workers would not be considered along with
organizational goals.
The demographic variables of the teachers (age, educational level
and years of teaching experience) may also contribute to burnout.
Older and more experienced teachers, for instance, probably experience
burnout more frequently. This may be due to the prolonged exposure of
these teachers to stress, and a school climate which is not conducive
to human growth and development.
Hypotheses
1. There will be no significant relationship between
professional stress and the intensity and frequency of




2. There will be no significant relationship between teach-
lAbraham Maslow, Motivation and Personality (New York; Harper and










There will be no significant relationship between teach¬





There will be no significant relationship between educa¬





There will be no significant relationships among profes¬
sional stress, the eight dimensions of the OCDQ, age,
years of teaching experience, educational level of
teachers and the three burnout dimensions.
Limitations
1. Because the study was conducted in Dekalb County only, findings may
not be generalizable to a broader population.
2. The data on organizational climate, professional stress and teachers'
burnout were based only on the perceptions of teachers as measured
by the Organizational Climate Description Questionnaire (OCDQ),
10
Organizational Leadership Stress Questionnaire (OLSQ) and the
Maslach Burnout Inventory (MBI).
Definition of Selected Terms
1. Professional Stress: A negative response syndrome of teachers
resulting from aspects of the teachers' job (too much paper work,
poor discipline, etc.) and mediated by the perception that the
demands made upon the teachers constitute a threat to their self-
esteem^ (Stress was operationally defined as the total score on the
Organizational Leadership Stress Questionnaire-OLSQ).
2. Organizational Climate: A set of internal characteristics that
influence the behavior and performance of teachers (Climate was
operationally defined as the total score for each of the 8 dimen¬
sions on the Organizational Climate Description Questionnaire-OCDQ).
3. Teachers' Burnout was operationally defined as the total score for
each of the 3 dimensions on the Maslach Burnout Inventory (MBI).
4. Demographic Variables: Personal information about teachers (age,




J. Sutcliffe, "Teacher Stress: Prevalence,
British Journal of Educational Psychology, 48
CHAPTER II
REVIEW OF LITERATURE
The review of the literature is divided into two sections: A
review of theoretical concepts, which include various leadership,
organizational and motivational theories, and a review of relevant
empirical studies. The empirical studies are presented under the
following headings.
Sources of professions! stress and coping techniques
Stress and teachers' burnout and/or coping techniques
for the burnout syndrome
Demographic variables and teachers' burnout
Leadership behavior and teachers' burnout
Organizational climate and other variables
Overall, the review of the literature indicates the need to study
selective demographic variables (years of teaching experience, educa¬
tional level and age) of the teachers, professional stress and organiza¬
tional climate in order to determine their relative contributions to
teachers' burnout.
Review of Theoretical Concept
A theoretical foundation for examining the premise that profes¬
sional stress, organizational climate, and selective demographic vari¬
ables contribute to teachers' burnout may be found in various leader¬




The leadership style of an administrator probably has a great
deal to do with whether or not organizational goals are achieved;
therefore, several theories of leadership have emerged. These theories
will be discussed in relation to the problem in the following section.
The Contingency Model; Fred Fiedler
According to Fiedler,^ some leaders are task-oriented; that is,
the leader is primarily concerned about accomplishing or completing the
tasks or goals of the organization. Fiedler further stated that even
though completion of the tasks or goals of the organization is the top
priority of this type of leader, he is also concerned about the
feelings/satisfaction of his employees. Realizing as Maslow^ did, that
workers have certain needs, this type of leader will show concern for
the needs of the workers when he is sure his tasks will be completed.
On the other hand, Fiedler stated that some leaders are relation¬
ship motivated. This type of leader seeks to establish good interper¬
sonal relationships with his employees by allowing them to participate
in the planning and execution of various tasks.
The effectiveness of a particular leadership behavior, according
to Fiedler, is dependent on the situation. He noted three favorable
situations for a leader.
1. Positive relationships between the leader and group.
2. The task to be performed is well-defined.
3. The power of the leader in respect to the group is high,
^Fred Fiedler, A Theory of Leadership Effectiveness (New York:
McGrawHill, 1967) , p. 146.
2Maslow, Motivation and Personality, pp. 35-47.
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i.e., he can reward and punish and has organizational
backing.1
According to this theory, then, if the leader could not perform or
provide quality leadership, then one of the group members might be relied
upon to provide the leadership; however, when the situation changed, the
leader could once again provide effective leadership. To aspiring em¬
ployees, having the opportunity to assume leadership roles, would
probably be most inspirational. This, then, would probably help to
reduce, with reference to the present problem, teachers' burnout.
Theory X and Theory Y: Douglas McGregor
In his book. The Human Side of Enterprise, McGregor compared the
traditional management theory. Theory X, with new approaches to manage¬
ment which he labeled Theory Y. The following beliefs and assumptions
are fundamental to Theory X:
1. The average person dislikes work and will avoid it
if he can.
2. Because most people dislike work, they have to be
forced or threatened with punishment in order to
get them to work or achieve the goals of the organi¬
zation.
3. The average person prefers guidance because he does
not want to take on responsibility, is not ambitious
and wants to feel secure above anything else.2
By contrast, in Theory Y, McGregor states that administrators have
different assumptions and beliefs about human nature. They believe/as¬
sume that:
1. Man does not need extenal control or to be threatened
with punishment in order to achieve organizational •
llbid.
2Douglas McGregor, The Human Side of Enterprise (New York: McGraw-
Hill, 1960), pp. 33-36.
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goals; he will exercise self-direction and self-control
in order to achieve the objectives of the organization.
2. The average person is not born with a dislike for work,
instead, he is conditioned to be responsible; if he
becomes irresponsible or lazy, it is the result of his
environment or experiences and not any inborn trait.
3. If a person is committed to performing certain tasks, he
will not have to be coerced or forced to carry out the
organizational objectives, but will do so willingly.1
Theory X and Theory Y have implications for the administrator who
wants to alleviate teachers' burnout. If an administrator operates
according to the assumptions of Theory X, the teachers would probably
become discontented, disinterested, unproductive and eventually stagnated
or burned out because they would not be given the opportunity to be
independent or creative. Moreover, Theory Y's assumptions involve
sharply different implications for administrators, and would seemingly
lead to greater satisfaction/participation among the workers. In all
probability, principals who operate according to the assumptions of
Theory Y, then, would probably have less burned out teachers because
they would feel that the teachers are responsible employees who are
capable of performing various tasks without being coerced or punished.
This would probably give the teachers a greater sense of worth, and
would probably help to eliminate the frustrations that would seemingly
occur when principals view teachers from the Theory X assumptions.
The Managerial Grid: Blake and Mouton
Blake and Mouton developed the managerial grid. According to
them, the team builder participatory leadership style is the most
effective for goal achievement and group maintenance because workers
llbid
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are involved in goal setting and decision making which will make them
more supportive of and committed to organizational goals. The team
builder is defined by the following facets and beliefs:
1. Shared participation in objective setting, decision making,
and problem solving is basic to growth, development, contri¬
bution , and commitment.
2. Informed choice is the soundest basis for organizational inter
action.
3. Mutual trust, understanding, and respect undergird effective
human relationships in all organizations.
4. Open communication and participation support mutual under¬
standing and trust.
5. Activities carried out within a framework of mutually under¬
stood goals and objectives integrate personal with organiza¬
tional goals. 1
The team builder approach does not assume that all the employees
will be in total agreement, however, it would help to bring employers
and employees together so that each side would have the opportunity to
present its view, make recommendations and possibly come up with solu¬
tions while maintaining an atmosphere of mutual respect. It would
appear, then, that the team builder approach would probably help to
reduce or alleviate teachers' burnout because it would give teachers a
chance to get involved, and this involvement would give them a feeling
of worth, belongingness and accomplishment.
Motivational Theories
Even though motivation is significant to educators, according to
Sergiovannl,2 educators have tended to overlook its relationship to pro-
^Robert Blake and Jane Mouton, The Managerial Grid (Houston, Texas
Guid Publishing Co., 1964), p. 10.
2Thomas J. Sergiovanni, The New School Executive (New York: Harpe
and Row, Publishers, 1980).
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fessional workers. Thus, the following section discusses the present
problem in terms of motivation theory.
Maslow's Need Hierarchy
Maslow^ stated that everyone has the same needs, and he placed
these needs in a hierarchy. The first level of needs on Maslow's
hierarchy are the physiological needs; these include food, air, liquids
and sleep. The other needs can be called psychological needs. In
order of prepotency, they are safety, love, self-esteem, and self-actu¬
alization. According to Maslow, one cannot move to higher levels until
the needs preceding them have been satisfied.
The implications of this theory in relation to the present prob¬
lem is that when teachers' personal needs are not satisfied, they will
not be motivated to obtain organizational goals and will eventually
become burnouts. Even though salary, job security, and excellent
facilities are necessary needs, they do not serve as sources of motiva¬
tion for all teachers, because according to Maslow, most teachers are
operating on the 4th and 5th levels; therefore, when these teachers do
not feel that they are a part of a team, do not get support or praise
from principals and have no opportunity for growth, they will eventually
become burnouts.
Vroom's Expectancy Theory
Vroom's^ theory is called a contingency theory because he theorized
that a person is motivated as a result of the goals he seeks. Job per-
1954)
^Maslow, Motivation and Personality, pp. 35-47.
^Victor Vroom, Work and Motivation (New York: John Wiley and Sons,
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formance, then, is a means by which a person satisfies personal goals.
Since personal goals might differ, what is motivating for one person
may not be motivating for another; therefore, rewards, according to
Vroom, should be individualized in order for the worker to become
motivated. Thus, according to this theory, principals must ascertain
the individual needs of the teachers and attempt to fulfill those needs
in order to reduce teachers’ burnout.
Job Characteristics Theory; Hackman and Oldham
The job characteristics theory of motivation was proposed by Hack-
man and Oldham.1 The theory suggests that job satisfaction is improved
when three psychological conditions are present: (1) the work is
personally meaningful; (2) the worker feels that he is responsible for
the work; and (3) the worker has knowledge of the results of the work
activity. Under these circumstances, a person will be motivated,
internally/externally to do well whether the activity is successful or
unsuccessful.
The first condition, experience meaningfulness, is enhanced when
any of the following job characteristics are present: (a) skill
variety - the degree to which various skills and abilities are required
to complete the task; (b) task identity—the degree to which a worker
has to complete a whole piece of work with concrete outcomes; (c) task
significance—the degree to which the job affects the lives of people;
(d) knowledge of results is obtained by regular and reliable feedback
from the job, and (e) experience responsibility is created when the
Ij.R. Hackman and G. Oldham, "Motivation Through the Design of
Work: Test of a Theory," Organizational Behavior and Human Performance
16, 2'(1976):250-279. ~
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person is allowed to make decisions about the planning and execution of
the task.
The implication of this theory is that principals may reduce/
eliminate teachers' burnout by designing meaningful work for the
teachers, allowing them to exercise a degree of independence and giving
them feedback, positive or negative, about the outcome of the task.
Organizational Theories
According to Thomas and Anderson,^ an organization is a social
grouping that has been deliberately set up to accomplish goals. How¬
ever, many organizations have problems accomplishing goals. Thus the
succeeding section will discuss various organizational theories in
relation to the problem under investigation.
Scientific Management Theory; Frederick Taylor
Taylor^ proposed the scientific management theory which deempha-
sized the psychological needs/aspirations of the individual worker and
emphasized production. According to this theory, the manager can best
increase production by bringing about greater efficiency in management.
Once this is accepted, the economic interests of individual workers can
be satisfied by providing incentive work plans.
A principal operating from this theory would have a school with a
closed climate. This would probably lead to teachers' burnout because
the teachers would not be given the opportunity to be independent;
^W. LaVern Thomas and Robert Anderson, Sociology; The Study of
Human Relationships (New York: Harcourt Brace Jovanovich, Inc., 1982),
p. 148.
^Frederick Taylor, The Principle of Scientific Management (New
York: Harper and Brothers, 1911), p. 140
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therefore, they may simply go through the routine of performing the
tasks, responding minimally to assignments given by the principal and
exhibiting little, if any, satisfaction.
Human Relations Theory: Elton Mayo
Mayo^ introduced the human relations theory which superseded the
scientific management theory. Whereas the scientific management theory
emphasized task behavior, the human relations theory emphasized relation
ship (people) behavior. It stated that the goals of the organization
will be met when the organization provides opportunities for the growth
and development of individual workers. By allowing for the growth and
development of individual teachers, it would appear that the priniclpal
would be creating an open climate whereby the teachers would probably
feel that they are a part of the organization because they would be
given the opportunity to participate and be creative. As a result, the
principal would be setting the stage for a process that would probably
help to alleviate or prevent burnout among teachers.
Model of Bureaucracy; Max Weber
Weber^ researched complex organizations and proposed an ideal bu¬
reaucracy which is based on several principles.
1. The tasks are well defined and are divided among
the workers.
2. There is a hierarchy of authority in which dif¬
ferent officials have well defined roles and
are responsible to supervisors at higher levels.
1Elton Mayo, The Human Problems of an Industrial Civilization
(Boston: Graduate School of Business Administration, Harvard University,
1946) pp. 73,75.
2Max Weber, The Theory of Social and Economic Organization. Translated.
A.M. Henderson and Talcutt Parsons (New York: New York Free Press, 1947).
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3. Workers must have specific qualifications for
various jobs.
4. Well defined rules and regulations states the
do's and don'ts of the workers' supervisors.
5. Promotion/advanceraent are granted in accor¬
dance with the experience and training of
the workers.^
If a principal adheres to the bureaucratic model too rigidly it
would probably lead to teachers' burnout because it would not allow the
teachers to become involved in the organization; therefore, creativity
would probably be stifled.
The Social Process Theory; J. Getzels and Egon Cuba
Getzels and Guba^ developed the conceptual model of the interaction
of the dimensions of the institution and the human element. The nomo¬
thetic dimension relates to the institution defined by roles and role
expectations which are designed to achieve institutional goals. The
ideographic dimension starts with the individuals who seek goals accord¬
ing to their personalities and need dispositions. When the organiza¬
tional goals and individual goals are similar, decisions are simplified;
however, disparity between the goals of the institution and the indivi¬
duals within the institution creates conflict. Thus, Guba and Getzels'
model supports Maslow's^ theory that people (teachers) will be motivated
to work or achieve organizational goals when their personal needs are
met. This in turn would probably help to reduce/ eliminate teachers'
burnout.
llbid.
2j.W. Getzels and Egon G. Guba, "Social Behavior and the Adminis¬
trative Process," School Review (Winter, 1957): 423-441.
%aslow. Motivation and Personality, p. 35-47.
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Review of Empirical Studies
In order to learn more about the phenomenon of burnout, the re¬
searcher reviewed several relevant empirical studies. These studies
are presented in this section.
Sources of Professional Stress and Coping Techniques
Meza^ conducted a study which was threefold. It endeavored to (1)
describe classroom events which were considered to be stressful for
teachers (2) investigate the relationship between the anxiety of teachers
and stressful teaching events, and (3) determine the relationship of
teachers’ stress and anxiety with the characteristics of teachers as
perceived by students.
The sample consisted of 99 classroom teachers and 2,036 students
in the Archdiocese of New Orleans. To obtain data, teachers completed
the Teaching Events Stress Inventory, The Anxiety Scale Questionnaire
and a demographic questionnaire, and students completed the Multiple
Teacher Factor Survey. The data were analyzed by bivariate and multi¬
variate correlation techniques.
The results revealed that the anxiety of teachers is associated
mostly with interpersonal experiences involving interaction with stu¬
dents and parents. Even though it was found that there was a signifi¬
cant relationship between stressful teaching events and students'
perceptions of the characteristics of teachers, there was no significant
relationship between the anxiety of teachers and teachers' behavior in
the classroom.
1James Meza, "The Relationship of Stressful Teaching Events,
Teacher Anxiety and Teacher Behavior as Perceived by Students” (Ed.D.
dissertation. University of New Orleans, 1981).
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In a similar study. Turner^ examined the prevalence of certain
sources of stress among elementary school teachers and the relationship
between stress and selected factors of the teachers.
The Teacher Stress Questionnaire was used to assess the prevalence
and the source of stress for such factors as sex, age, length of time
in the teaching profession, length of time in the present teaching
position, number of years of formal preparation for the teaching profes¬
sion, the grade level taught, length of time since taking course work,
amount of professional reading accomplished per week, number of hours
spent working on school items outside of school hours, and the number
of days absent due to illness in the preceding school year.
The findings showed that elementary teachers in the sampled urban
and rural areas were experiencing stress in the teaching environment;
however, teachers did not report significant differences in the amount
of stress and the causes of stress. Certain characteristics of the
teachers, such as the amount of professional reading accomplished per
week and higher absenteeism due to illness, made a difference in the
amount of stress reported by elementary teachers. Teachers also exhib¬
ited mental and physical symptoms of stress.
Holifield^ also investigated factors which comtribute to stress
among teachers based on the perceptions of teachers. Unlike the pre¬
vious studies, however, he also investigated the strategies junior/mid¬
dle school principals used to alleviate or manage job stress.
lEmma Lorraine Turner, "The Prevalence and Certain Sources of
Teacher Stress among Elementary School Teachers" (Ed.D. dissertation.
East Tennessee State University, 1981).
2jerry Rex Holifield, "An Analysis of Junior High/Middle School
Teachers ' Perception of Factors Affecting Teacher Job Stress and Princi¬
pals' Perception of Ways to Alleviate or Manage Teacher Job Stress"
(Ed.D. dissertation. Ball State University, 1981).
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Three hundred and eight teachers responded to a 54 item question¬
naire. The
. data were analyzed for the combined responses and for
discrepancies between the following subgroups, tenure, nontenure, race
and female. In addition, 64 principals responded to an open-ended
questionnaire which consisted of 47 job stressors.
The findings revealed that the two most stressful job stressors
for teachers were caused by students. The remaining 8 of the 10 top
causal factors of job stress were: (1) uncooperative parents, (2)
maintaining self-control when angry, (3) too much paper work, (4) lack
of public faith and support, (5) misunderstanding or misinterpretation
resulting from ineffective communication, (6) verbal abuse by students,
(7) too much time required on activities unrelated to actual teaching,
and (8) conflict of concurrent demands of home and job responsibilities.
Specific activities, procedures, or policies reported by princi¬
pals for alleviating stress were: (1) staff cooperation, (2) inservice
on stress and time management, (3) good student discipline, (4) good
administrative organization and planning, (5) principal visibility,
interaction, and accessibility, (6) elimination of some tasks at school,
(7) good principal and staff communication, (8) principal and staff
team effort, (9) parent support, and (10) an identification and under¬
standing of casual factors of job stress.
In a slightly different study, Knabl investigated the relation¬
ships between stressful events and coping responses in groups of teachers
Identified by their experience, major work assignment and perceived
success in coping.
^Rosemary Miller Knab, "Stressful Beliefs, Coping Responses, and
Perceived Success in Coping among Teachers" (Ph.D. dissertation. Univer¬
sity of Pennsylvania, 1981).
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Nine hundred and nine teachers in five New Jersey school districts
completed a questionnaire. Factor analyses, product-moment correlation
coefficients and analyses of variance techniques were used to analyze
the data.
It was found that high-stress individuals experienced a higher in¬
cidence of physical problems, used coping techniques more frequently
and were less successful in coping with stress than low stress individ¬
uals. Tenured teachers had higher levels of stress than nontenured
teachers. There was a significant relationship between stress levels
and the age of the students; however, junior/middle school teachers
experienced lower levels of stress. Successful copers used the same
coping techniques as unsuccessful copers, but the unsuccessful copers
were more emotional in responses to stress and took more action leading
toward a permanent detachment from the teaching profession.
Due to its adverse effects on the human body and mind, it is be¬
lieved that stress may be related to teachers' burnout. Thus, the
following section presents studies on these two variables as well as
techniques which have been proposed to alleviate/reduce the burnout
syndrome.
Stress and Teachers' Burnout/Coping Techniques for Burnout
Wechslerl examined teachers' attitudes toward their job and their
students.
Forty six academic and vocational teachers were used in the study.
Data were obtained by use of the Farber Teacher Attitude Survey.
iLeonard David Wechsler, "The Effects of Different Types of Stress
as Perceived by Teachers in an Urban School" (Ed.D. dissertation, Colum¬
bia University Teachers College, 1983).
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Analysis of the data revealed a high burnout rate among the teach¬
ers studied. The variable which had the greatest impact on the teacher
was lack of positive feedback from the students. The students' lack of
interest/participation and poor academic performance led to a feeling
of helplessness among the teachers. The data also revealed that there
was^ an attitudinal difference between vocational teachers and academic
teachers. It was found that the vocational teachers were significantly
less burned out than academic teachers. This difference in attitude/
degree of burnout of vocational teachers was attributed to a number of
factors. For example, vocational teachers had smaller classes, their
schedules were more flexible, the physical environment of the vocational
shops were more pleasant, and the availability of facilities allowed
the creation of social support groups.
The study demonstrated clearly that mediating factors in the work
environment can affect stress levels and help prevent its end state,
burnout.
Whereas the previous study investigated the relationship between
various stressors and teachers' burnout, Mirtle^ also included the
self-concepts of teachers.
The sample consisted of 55 university students in their second or
third year of a teacher preparatory program for secondary school teaching,
39 inservice junior or high school teachers, and 16 junior high school
teachers identified as burnouts. The Self-Concept Scale (TSCS) and
the Goldberg General Health Questionnaire were used to obtain data for
the study. The results showed that burnout teachers were significantly
^Douglas Ian Mirtle, "The Self-Concept and Perception of Stressors
Teacher Burnouts" (Ph.D. dissertation. University of Wyoming, 1982).
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more positive than in-service teachers on the TSCS variable of identity.
In terms of the variables of personal self, family self, and total
positive self, burnout teachers were significantly more negative about
their self-concepts than inservice teachers.
Burnout teachers were significantly negative about the stress of
preparation time than pre-service teachers, but not more negative than
their in-service counterparts. The three groups were at almost identical
readings on the stressor concerning the appreciation of parents for
teachers' efforts. Burnout teachers were significantly more negative
about class size than were in-service teachers. Perceptions of the
quality of students disciplined by burnout teachers were significantly
more negative than the perceptions of in-service teachers, and the
perceptions of in-service teachers were significantly more negative than
those of non-service teachers.
In coping with teachers' burnout, Dubrin^ suggested the following:
1. Keep alert and up-to-date
2. Attend meetings and conferences with an open mind
3. Listen to others
4. Keep alert physically and mentally
5. Don't talk about work after hours
6. Don't keep old materials in your files
7. Read professional magazines and books
8. Keep sharp and alert
Moreover, Hendrickson^ stated that the following steps should be
^Andrew Dubrin et. al, "Teachers Burnout: How to Cope When Your
World Goes Black," Instructor 88 (Jan. 1979): 56-62.
^Barbara Hendrickson, "Teacher Burnout: How to Recognize It;
What to Do About It," Learning (Jan., 1979): 36-39.
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followed in coping with burnout: (1) recognize its symptoms, (2) face
the problem with a positive attitude, (3) recognize that one is respon¬
sible for how he or she responds to the problem, not for the external
factor selecting the problem. Similarly, Pines, Aronson, and Kafry
wrote:
The major strategies for dealing with burnout consists of:
(1) being aware of the problem; (2) taking responsibility
for doing something about it; (3) achieving some degree of
cognitive clarity; and (4) developing new tools for coping
and improving the range and quality of old tools. ^
It was suggested by Vash^ that educators should not stay too long
in the same job. In fact she recommends that they "respond to all of
life's exigencies with patient acceptance and utilization of what is
occuring rather than reactive confrontation."
It has also been found that teachers' demographic variables may
contribute to burnout. Studies on these variables are presented in
the succeeding section.
Demographic Variables and Burnout
Colasurdo^ investigated the magnitude of burnout amongst public
school teachers in San Diego, California.
Two hundred and fifteen elementary and secondary teachers in the
San Diego area responded to a structured questionnaire. Data were
^Ayala Pines, Elliot Aronson, and Ditsa Kafry, Burnout: From
Tedium to Personal Growth (New York: The Free Press, 1981).
2carol3m L. Vash, The Burn-Out Administrator (New York: Springer
Publishing Company, 1980), p. 78.
Michael Modesto Colasurdo, "A Descriptive Survey of Professional
Burnout amongst Public School Teachers in San Diego, California" (Ed.D.
dissertation. United States International University, 1981).
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analyzed by the Statistical Package for the Social Sciences (SPSS).
The results indicated that 16 percent of the respondents were
rated as burned out by the validating inventory and 52% were burned out
or felt as if they were burned out. The occurrence of burnout was
found in all ages; however, it was more prevalent in the 30-39 age
group.
Demographic variables such as sex of the respondents, ethnic sta¬
tus, marital status, number of children, amount of formal education,
tenure, experience, present assignment and non teaching duties were not
statistically related to burnout. Thus, Colasurdo concluded that
burnout may have more to do with self-expectations than the demands of
the organization and other extrinsic conditions.
Arreenichl also examined factors which influence burnout among
teachers. The problem was: (1) to determine the extent which the
burnout syndrome exists among the North Dakota public teachers, (2) to
determine the significant factors which affect it and, (3) to determine
whether significant relationships exist between and/or among 10 demo¬
graphic variables.
The Maslach Burnout Inventory and a Personal Data Sheet were
mailed to 350 randomly selected public school teachers in North Dakota.
Correlation coefficients, multiple linear regressions and analyses of
variance were utilized to analyze the data.
Among the major findings were: Emotional exhaustion factor,
depersonalization factor and the personal accomplishment factor were
^Thosapol Arreenich, "A Study of Factors Influencing the Burnout
Syndrome as Perceived by North Dakota Public School Classroom Teachers"
(Ph.D. disseration. The University of North Dakota, 1981).
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major contributors to the burnout syndrome; number of years of teaching
experience, age, number of students, salary, educational background,
number of dependents, and size of community were significantly related
to burnout; marital status was significantly related to burnout when
combined with other variables; level of teaching and the sex of teachers
were found to be significantly different on the four burnout factors
more frequently than other demographic variables, and teachers were
more concerned with their relationships with their administrators than
their relationships with their students.
In a similar study. Cover^ examined a selected Illinois public
community college to try to ascertain if there was any statistical
significant relationship between experienced burnout and demographic
variables among the faculty.
The dependent variable was the Maslach Burnout Inventory and the
Independent variables were sex, marital status and highest level of edu¬
cational preparation.
The data were collected from 305 full-time faculty members, and
analyzed by use of the analysis of variance, t-test and stepwise multiple
regression.
The results showed that there was a significant difference in the
level of burnout experienced by full-time teachers and the independent
variables of age, number of years in non-educational employment, type
of professional preparation, extent of satisfaction with salary and
fringe benefits, extent of satisfaction with current job content, and
the extent of satisfaction with current career choice, however, there
Iphilip Cover, "Burnout and Demographic Variables among Fulltime
Faculty in Selected Illinois Public Community Colleges" (Ed.D. disser¬
tation, Illinois State University, 1982).
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was no significant difference for the independent variables, sex,
marital status, level of educational preparation, number of years in
present position, number of years in teaching profession, and primary
field of teaching.
Of the variables studied, dissatisfaction with current job content,
number of years of non-educational employment experience, and type of
professional preparation were significantly related to burnout among ex¬
perienced teachers.
Vaydal also investigated teachers' burnout and its relationship to
certain demographic variables. The survey was conducted in the public
schools of Pittsburgh, where 176 teachers were asked to respond to
Maslach Burnout Inventory which measured 3 dimensions of the burnout
syndrome. They were Emotional Exhaustion, Depersonalization, and
Personal Accomplishment. A demographic questionnaire was also included.
Several hypotheses were generated at the beginning of the study:
(1) Teacher burnout occurs more frequently among teachers of grades 6,
7, and 8; and occurs in varying proportion throughout the school system.
(2) Male teachers' burnout occurs in greater proportion than female
teachers, and age and race are not factors contributing to burnout.
(3) The relationships obtained between the subscales of burnout from
this study will closely correspond to those of the Maslach Burnout
Inventory. (4) The norms established by this study of teachers'
burnout will closely compare with those established by the Maslach
Burnout Inventory.
The results of the study revealed that the typical burned out
^Daniel Michael Vayda, "An Investigation of Teacher Burnout in the
Pittsburgh Public Schools” (Ph.D. dissertation. University of Pittsburgh
1982).'
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teacher was a white middle-class female teacher between the ages of 30
and 49, with a Bachelor's degree, additional credits or a Masters
degree and additional credits.
In a slightly different study, Costello^ endeavored to answer the
following question: Is the level of burnout experienced by Roman Catho¬
lic women religious administrators greater than Roman Catholic womfen
religious teachers who were not involved in administration?
The population included 186 teachers and 89 principals from 11
Catholic Dioceses in California. Responses of 84% from the principals
and 82% from the teachers provided the basis from which statistical
data were developed.
The Maslach Burnout Inventory (MBI) and a demographic questionnaire
were utilized to ascertain data for the study. The statistical proce¬
dures of t-tests and chi-square tests were used to determine the levels
of emotional exhaustion, depersonalization, personal accomplishment and
self-reported stress experienced by teachers and administrators.
The results revealed the following: (1) Roman Catholic sisters
involved in school administration showed significantly higher levels of
physical, emotional, and psychological exhaustion than sisters involved
in teaching; however, both groups experience burnout; (2) Some demo¬
graphic variables, particularly the number of hours spent on the job
correlated with the experience of burnout for both groups. (3) Admin¬
istrators had a significantly higher incidence of reported extreme
stress levels, and a significantly lower incidence of lack of stress.
(4) Administrators who showed higher levels of experienced burnout also
^Catherine Mary Costello, "Differences in Burnout Between Roman
Catholic Religious Administrators and Teachers in California" (Ed.D.
dissertation. University of San Francisco, 1981).
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experienced a significantly stronger sense of personal involvement than
teachers, although there appeared to be no significant difference in
the frequency of such occurrences.
These studies show that some demographic variables may contribute
to teachers' burnout; however, findings are inconsistent.
Since leadership behavior is considered important in any organiza¬
tion, the next section will present studies which relate leadership
style to burnout.
Leadership Behavior and Burnout/Emotional Exhaustion
Cookl investigated the relationship between teachers' perceptions
of supervisory behavior and teachers' burnout. The sample consisted of
500 senior high school teachers in Massachusetts who were sent question¬
naires consisting of 3 parts. These included (1) demographic questions,
including age, sex, educational level, and years of experience, (2) the
Supervisory Behavior Description (SBD), to record teachers' perceptions
of Consideration and Structure behavior of their supervisors; and (3)
the Maslach Burnout Inventory (MBI) to record frequency and intensity
scores for each of three measures of teachers' burnout—Emotional
Exhaustion, Depersonalization, and Personal Accomplishment.
The data were analyzed by using multiple regression. The results
of the data revealed: (1) Consideration was inversely related to
Emotional Exhaustion and Depersonalization, significant beyond .01.
(2) Consideration was directly related to Personal Accomplishment
intensity at the .05 level. (3) Structure was not significantly related
^Kenneth Elmer Cook, "The Relationship Between Teacher Perceptions
of Supervisory Behavioral Style and Perceived Teacher Burnout" (Ph.D.
dissertation. The University of Conneticut, 1983).
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to any of the burnout scales. (4) The demographic variables did not
change the pattern of relationship. (5) Age was Inversely related to
Emotional Exhaustion and Depersonalization Intensity, while years of
experience was Inversely related to Personal Accomplishment Intensity.
Hadleyl conducted a study to Investigate the relationship between
the emotional exhaustion level of teachers and the use of selected
supervisory strategies.
Several strategies were developed Into a model (stress relaxation
and motlvatlon-STREAM) to relax and create a pleasant atmosphere among
Identified teachers. These strategies were: (1) Positive Reinforcement,
(2) Positive Discipline, (3) Goal Setting, (4) Participative Decision
Making, and (5) Interpersonal Competence. The Emotional Exhaustion
Scale (EES) of the Maslach Burnout Inventory (MBI) was used to evaluate
this model. The Pearson Product Moment Correlation and an Independent
t test were used to analyze the data.
The results of the study showed significant relationships of .62
and .51 between the Positive Reinforcement and Interpersonal Competency
Strategies and the EES; however, no significant relationship was found
between the other 3 strategies of the model and emotional exhaustion;
all of the results were In the anticipated direction.
The researcher concluded that the use of Positive Reinforcement
and Interpersonal Competence Strategies correlated highly with a de¬
crease In the levels of emotional exhaustion among teachers.
iRosa Rice Hadley, "An Investigation of the Relationship of Super¬
visory Strategies and Emotional Exhaustion of Teachers" (Ph.D. disserta¬
tion, Georgia State University, 1982).
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Organizational Climate and Other Variables
According to Guion,^ organizational climate is a controversial is¬
sue. The role it plays in determining organizational performance is
not clearly understood; however, it has been found that the policies
and practices of management can have a major impact on climate. Man¬
agers who provide their subordinates with more autonomy, task identity
and feedback contribute significantly to the creation of an achievement
oriented climate because employees feel more responsible for achieving
organizational goals and group achievement.2 Moreover, studies done by
Lawler et al., 1974; Litwin and Litwln and Stringer, 1968; Marrow et
al., 1967 and Schneider and Bartlett, 1968, have found that where
management emphasized standardized procedures, rules and job specializa¬
tion, the resulting climate was not found to lead to the acceptance of
responsibility and feelings of competence.^ Thus, Litwin and Stringer
concluded that leadership style represented the single most important
determinant of organizational climate.
Based on his studies, Halpin^ identified six organizational cli¬
mates of schools:
1. The Open Climate: A situation in which the members enjoy
extremely high Esprit. The teachers work well together
without bickering (low Disengagement). They are not
burdened by routine reports, the principal's policies
facilitate the teachers' accomplishment of their tasks
(low Hindrance).
Ir.M. Guion, "A Note on Organizational Climate," Organizational
Behavior and Human Performance 9 (1973): 120-125.
2Richard M. Steers and Lyman W. Porter, Motivation and Work Behavior
(New York: McGraw-Hill, 1979).
^Andrew Halpin and Don B. Croft, The Organizational Climate of Schools.
^Ibid.
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2. The Autonomous Climate; Teachers given almost complete
freedom by the principal to provide their own structures
for interaction so they can find ways within the group for
satisfying their social needs.
3. The Controlled Climate: This situation is marked by a press
for achievement at the expense of social needs satisfaction.
There is little time for friendly relations. The climate is
overweighted toward task-achievement.
4. The Familiar Climate; Its main feature is the friendly
manner of the principal and the teachers. Social-needs
satisfaction is extremely high, while little is done
to control the group's activities toward goal achievement.
5. The Paternal Climate; This situation is characterized by the
ineffective attempts of the prinlclpal to control the teachers
as well as to satisfy their social needs. The teachers do not
work well together. They are not required to do much paper¬
work as the prinicpal does a great deal of this himself.
6. The Closed Climate; This marks a situation where the group
members get little satisfaction in respect to either task-
achievement or social-needs. The teachers are disengaged, do
not work well together, and group achievement is minimal
(high Disengagement).^
The findings by Friedlander and Margulies^ support Halpln's^
theory that Esprit and Disengagement are dimensions of climate that
affect employee behavior. The study also found that in order to satisfy
the needs of the employee who values his work, a climate must be created
in which the management employs a constructively task-oriented structure
in its dealings with its employees.
It is generally believed that the principal plays a key role in the
climate of the building. Katz^ completed a study relating attitudes to
llbid.
^Frank Friedlander and Newton Margulles, "Multiple Impacts of Organi¬
zational Climate and Individual Value Systems Upon Job Satisfaction,"
Personnel Psychology 22 (1969): 171-183.
^Andrew W. Halpin, Theory and Research in Administration, p. 45.
^D. Katz, "Morale and Motivation in Industry," W. Dennis (Ed.)
Current Trends in Industrial Psychology (Pittsburgh, Pennsylvania:
University of Pittsburgh, 1949).
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the behavior of the supervisor. In his study, he found that work
groups with favorable job-related attitudes, stated that their supervi¬
sors indicated a real interest in their well-being. These supervisors
recommend promotions and pay increases. They also keep an open-door
policy and hear complaints from the employees.
The literature appears to be suggesting that the supervisory level
of management is the key to proper climate. The principal with an
autocratic personality generally has a supervisor skill for analysis,
but his inability to delegate tasks makes him a less effective leader.
According to Forbes,^ if the principal's personality does not inspire
trust in his subordinates, teachers' morale and school objectives can
be impaired. Mistrust can lead to job dissatisfaction and poor communi¬
cation.
Summary
This study was concerned with the relationships among professional
stress, organizational climate, selective demographic variables of teach¬
ers and teachers' burnout. In Chapter II, the review of theoretical
concepts focused on various leadership theories, motivational theories
and organizational theories. These theories suggest that if an employee
is not given a certain amount of autonomy, praise, etc. he will not be
motivated to do his best on the job. It is, therefore, important that
the employer be cognizant of the different leadership, motivational and
organizational theories in order to understand or be more aware of the
needs of the workers if he wishes to have productive workers.
1Rosalind Forbes, Corporate Stress (Garden City, New York:
Doubleday and Co., 1979).
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Part 2 of Chapter II focused on various empirical studies. These
empirical studies revealed that a few studies have been done on the fac¬
tors which contribute to teachers' stress; the results of these studies
showed that faulty interpersonal relationships with parents and students
were leading causes of teachers' stress. In addition, it was found
that the demographic variables of the teachers contributed to stress.
Research on the relationships between stress and teachers' burnout
as well as the relationships between the principal's leadership style
and teachers' burnout was limited and the findings were inconsistent.
The studies utilizing demographic variables were more extensive; however,
the findings of these studies were also inconsistent. Thus, due to
these inconsistencies and the paucity of studies on teachers' burnout,
the present study investigated the relationships between previously
studied variables (stress and selective demographic variables) as well
as a new variable, organizational climate, to determine their relative
contributions to teachers' burnout.
CHAPTER III
METHODOLOGY
Chapter 3 is a discussion of the methods, materials and procedures
which were used in the study. The first section includes a description
of the population, sample and design for the study. In addition, an
account of the method which was used to obtain the sample is provided.
The instruments along with their reliabiltiy and validity are discussed
in section two, and an explanation of the method used to collect and
analyze the data is included in the last section.
SUBJECTS AND RESEARCH DESIGN
The population for this study consisted of the secondary school
teachers employed in the twenty-two public schools (grades 8-12) in the
DeKalb County School System. In October, 1984, lists of the schools
were obtained from the central office. The researcher telephoned the
principals at these schools in order to obtain general demographic
information (age, years of teaching experience, level of education)
about the teachers employed at the schools. Based on the telephone
conversations with the principals, it was determined that the demo¬
graphic data needed for this study could be obtained from all of the
schools in the school system; therefore, ten of the twenty-two schools
were randomly selected by the researcher for the study. The researcher
then visited each of the selected schools and obtained rosters of
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teachers employed at the schools. The researcher used the rosters to
randomly select 20% (n=124) of the teachers at each school for partici¬
pation in the study.
An ex post facto research design was utilized in this study. The
researcher chose this design because the purpose of the study was to
describe and interpret existing conditions in a population of secondary
teachers who worked in schools in which the organizational climate or
make up of the school varied. Unlike an experimental design in which a
researcher manipulates and controls the independent variables and
observes the dependent variable for variations related to the manipula¬
tion of the independent variables, the present study was ony concerned
with relationships which exist between variables.
The ex post facto design was defined by Kerlinger as follows:
Ex post facto research is systematic empirical in¬
quiry in which the scientist does not have direct cont;rol
of the independent variables because their manifestations
have already occurred or because they are inherently not
maniputable. Inferences about relationships are made,
without direct intervention, from concomitant variation of
independent and dependent variables.1
INSTRUMENTATION
Three instruments were utilized in this study: Organizational
Climate Description Questionnaire (OCDQ), Organizational Leadership
Stress Questionnaire (OLSQ) and the Maslach Burnout Inventory (MBI).
Each of these instruments will be discussed separately according to its
validity and reliability.
Ipred N. Kerlinger. Foundations of Behavioral Research. 2nd Edi¬
tion, (New York: Holt, Rinehart & Winston, 1973), p. 520.
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The Organizational Climate Description Questionnaire (OCDQ)
The OCDQ was developed by Andrew Halpin.l xt includes eight fac¬
tors: Disengagement, Hindrance, Esprit, Intimacy, Aloofness, Production
Emphasis, Thrust and Consideration, and it consists of sixy-four likert-
type items which teachers use to describe the climate of their school.
The options used on the instrument include: Very Frequently Occurs,
Often Occurs, Sometimes Occurs, and Rarely Occurs.
The validity and reliability of the OCDQ have been proven in its
consistent use; according to Halpin and Croft,2 the OCDQ is by far the
most popular and widely used technique for measuring the organizational
climate of schools.
The Organizational Leadership Stress Questionnaire (OLSQ)
Anderson and Sweeten^ of Oklahoma State University developed the
OLSQ in 1981. It was tested on over 500 teachers in three states.
Reliabilities measured by means of the Cronbachs procedure have yielded
alphas ranging from .71 to .93.
After applying factor analysis, the original 200 statements on the
OLSQ were reduced to 71 statements; however, the 71 statements were
later reduced to 43 statements after a quartermax rotation was applied.
Anderson and Sweeten decided to keep 31 original items after the results
were analyzed by oblique rotation. In an attempt, however, to increase
the alpha of the overall measure and the four subparts on the OLSQ, an
1Andrew W. Halpin, Theory and Research in Administration, p. 44.
2Andrew W. Halpin and Don B. Croft, The Organizational Climate
of Schools. ~
3carl Anderson and James L. Sweeten. Interview by Phillip Cover,
Stillwater Oklahoma, June 1, 1981.
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additional six statements were deleted, leaving the OLSQ with 25 state¬
ments. Table 1 contains the Cronbach Alpha coefficients obtained in
the various studies of internal consistency.
Maslach Burnout Inventory (MBI)
Maslach Burnout Inventory (MBI) was developed by Maslach and
Jackson. 1 It is a research tool designed to measure the amount of
burnout affecting workers in occupations that involve considerable
face-to-face contact with people. The MBI measures three dimensions of
burnout; Emotional Exhaustion/Depersonalizational and Personal Accom¬
plishment. There are 22 items in the inventory, nine of which load on
the first factor, five on the second factor and eight on the third
factor. As the level of burnout increases, scores on the Emotional
Exhaustion and Depersonalization subscales increase, and the score on
Personal Accomplishment decreases.
The 22 items are statements such as "I feel emotionally drained
from my work." To each statement the respondent makes two responses,
the first indicating how often he or she feels this way (Frequency) and
the second indicating how strong the feeling (Intensity). The first
response is made on a scale ranging from 0-6 (Never=0, Once a Week=4,
and Every Day=6) and strength on a scale from 1 through 7 (Very Mild,
Barely noticeable=l, Moderate=4, Major, Very Strong=7). If the respon¬
dent indicate that he or she never feels as stated in the item, the
scores for frequency and strength are automatically zero.
^Christina Maslach & Susan Jackson. "Maslach Burnout Inventory."




Alpha Coefficients of OLSQ
Total OLSQ n 209 Form III* .87420
n 209 Form IV** .88127
n 214 Form IV .86068
n 508 Form IV .93686
Factor I n 209 Form III* .92330
n 209 Form IV** .93051
n 214 Form IV .93981
n 508 Form IV .93658
Factor II n 209 Form III* .67328
n 209 Form IV** .75229
n 214 Form IV .78491
n 508 Form IV .74921
Factor III n 209 Form III* .61247
n 209 Form IV** .71056
n 214 Form IV .72698
n 508 Form IV .71730
Factor IV*** n 209 Form III*
n 209 Form IV**
n 214 Form IV
n 508 Form IV
*Fonn III contained 31 statements
**Form IV contained 25 statements and was developed after analyzing
Form III in an attempt to increase the alpha coefficients of the overall
measure, and the individual subparts.
***Factor IV contains a single statement, therefore, Crobach's proce¬
dures could not be utilized as was computed for the overall measure,
and the other three factors. Since there is no reliability for a
single item, no reliability is reported for Factor IV.
^Ibid
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The MBI has an established reliability of .76 (frequency) and .81
(intensity) for the 22-itein scale. Internal reliability for the three
subscales is quite high-.89 (frequency) and .87 (intensity) for Emotional
Exhaustion, .77 (frequency) and .77 (Intensity) for Personal Accomplish¬
ment, and .76 (frequency) and .75 (intensity) for Depersonalization.^
Collection and Analysis of Data
The names of the selected teachers as well as the instruments uti¬
lized in this study were given by the researcher to the assistant
principals of instruction at each school who administered and collected
the instruments. In the cover letters with the Instruments, the teach¬
ers were asked to place their completed Instruments in envelopes which
were provided by the researcher and return them, sealed, to their
assistant principals for instruction by October 31, 1984. In addition,
teachers were assured of anonymity, and they were advised that the
results of the study would be used for research only. At least 91% of
all the instruments (n=113) were returned from each school to the
assistant principals, and they were collected by the researcher.
After the researcher collected the instruments, the Pearson pro¬
duct moment correlation was utilized to test hypotheses, 1, 2, 3, and
4. Correlational analysis was described by Nie as follows:
Correlation analysis provides the researcher with a tech¬
nique for measuring the linear relationship between two variables
and produces a single summary statistic describing the strength
of the association; this statistic is known as the correlation
coefficient.2
^Christina Maslach and Susan Jackson. "The Measurement of Experi¬
enced Burnout." Journal of Occupational Behavior 2 (1981): 1-15.
2Norman H. Nie, G. Hadlai Hill, Jean G. Jenkins, Karen Steinbrunner,
and Dale H. Bent, Statistical Package for the Social Sciences, 2nd ed.
(New York: McGraw-Hill, 1975): 8.
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In the present study, the Pearson-moment correlation coefficients
were used to determine the degree of relationship between/among the
variables listed in the aforementioned hypotheses. Correlation coeffi¬
cients range from +1.0 to -1.0. A coefficient of +1.0 indicates a
perfect positive correlation and a coefficient of -1.0 indicates a
perfect negative correlation between two variables. A zero, however,
indicates the absence of any relationship between the variables.
Factor analysis was utilized to test the fifth hypothesis. Factor
analysis is a useful statistic which may be utilized to determine those
variables in a group of variables which are highly related to each other
by placing them on the same factor.
CHAPTER IV
ANALYSIS OF THE DATA
The major purpose of this study was to determine if significant
relationships exist between professional stress, organizational climate,
selective demographic variables and teachers' burnout.
This chapter describes the statistical analysis utilized to test
the hypotheses which were formulated from the research questions in
Chapter I, and it is divided into two sections. Section one briefly
describes the instruments utilized in the study, and section two presents




The 113 teachers utilized in this study were given a Personal Data
Sheet which was designed to elicit information with regard to their age,
educational level and years of teaching experience.
Organizational Leadership Stress Questionnaire (OLSQ)
Data relevant to professional stress were obtained from the teach¬
ers' responses to the OLSQ. The OLSQ is composed of 25 questions
designed to measure stress. Mean scores for each teacher were computed.
Organizational Climate Description Questionnaire (OCDQ)
Data pertinent to the climate of each of the schools utilized in the
45
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study were obtained with the OCDQ. The OCDQ includes eight factors:
Disengagement, Hindrance, Esprit, Intimacy, Aloofness, Production Empha¬
sis, Thrust and Consideration, and it consists of 64 Likert-type items
which teachers used to describe the climate of their schools. Mean
scores were computed for each of the eight dimensions of the OCDQ.
Maslach Burnout Inventory (MBI)
The MBI was utilized to assess the amount of burnout among school
teachers. It is composed of 22 two part, self descriptive statements.
Participants were asked to rate each statement twice: Once to indicate
the intensity of feeling or how strong this feeling usually is, and to
indicate the frequency or how often the feeling occurred. If the
participant indicated that he or she never felt as stated in the item,
the scores for frequency and intensity were automatically zero. Average
frequency and intensity scores were computed for the three dimensions
of burnout: Depersonalization, Personal Accomplishment, and Emotional
Exhaustion. (Mean scores and standard deviation scores for all vari¬
ables/instruments are presented in Table 2).
Statistical Analyses
Pearson product-moment correlation analysis and factor analysis
were utilized to test the data collected for this study. These statis¬
tical procedures were utilized in order to determine whether to accept
or reject the hypotheses formulated for this study. The results of the
analyses along with the hypotheses are presented in this section.
Correlational Analysis
Pearson product moment correlation coefficients were computed to
examine hypotheses 1-4. As stated in Chapter 3, correlation coefficients
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range from +1.0 to -1.0; these coefficients represent a perfect positive
correlation and a perfect negative correlation, respectively. A zero
indicates the absence of any relationship.
Hinkle^ pointed out that the strength of the correlation coeffi¬
cients can be interpreted by utilizing the following table.
.90-1.00(-.90 to +1.00) Very high positive (negative) correlation
.70-.90(-.70 to +.90) High positive (negative) correlation
.50-.70(-.50 to +.70) Moderate positive (negative) correlation
.30-.50(-.30 to +.50) Low positive (negative) correlation
.00-.30(-.00 to +.30) Little if any correlation
The results of the correlational analyses for the present study,
along with the hypotheses are presented below.
1. The results with respect to hypothesis I: There will be no signifi¬
cant relationship between professional stress and the intensity and




As can be observed in Table 3, two of the Burnout Factors, Deper¬
sonalization Frequency and Intensity, with coefficients of .49 and .45,
and Emotional Exhaustion Frequency and Intensity, with coefficients of
.62 and .64 are significantly related to professional stress at the .01
level of significance; therefore, hypotheses 1.1 and 1.3 were rejected.
However, the remaining burnout factor. Personal Accomplishment Frequency
(-.12) and Intensity (-.14) is not signifcantly related to professional
iDennls E. Hinkle, William Wiersma, Stephen G. Jurs, Basic Behavioral
Statistics (Boston: Houghton Mifflin Co., 1982), p. 110.
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Correlation Matrix of All Variables
Table 3
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1. OLsq 1.00
2. Disengagement .100 1.00
3. Hindrance .097 .006 1.00
4. Aloofness .139 .124 .202 1.00
5. Production Emphasis .170 .250 .003 -.030 1.00
6. Thrust -.029 .005 -.285 -.284 .243 1.00
7. Esprit -.173 -.069 -.309 -.147 .149 .311 1.00
8« Intimacy -.053 -.158 . 101 .143 -.203 -.002 .316 1.00
9. Consideration -.107 -.087 -.269 -.117 .067 .468 .245 .217 1 .00
10. Teaching Experience -.160 -.160 -.148 .039 -.044 .041 .152 .044 .072 1.00
11. Age -.062 -.099 -.189 .147 -.073 .094 .354 .136 .093 .713 1.00
12. Educational Level -.004 -.127 .026 -.031 .069 .129 .169 .083 .137 .481 .418 1.00
13. Depersonalization F* .488 .087 -.002 .201 .067 -.063 -.274 -.077 -.176 -.063 .014 -.071 1.00
14. Depersonalization I* .453 .117 -.067 . 180 .032 -.052 -.185 -.098 -.175 -.056 -.003 -.057 .878 1.00
15. Personal Accp.** F* -.119 .034 -.078 .056 .052 .068 .189 .175 .204 .066 . 164 .122 -.330 -.377 1.00
16. Personal Accp.** I* -.140 .134 -.073 .115 .052 .016 .153 .158 .023 .110 .145 .109 -.255 -.176 .730 1.00
17. Emotional Exhaustion F* .617 .047 .231 .168 .052 -.004 -.308 -.000 -.224 -.136 -.025 .032 .646 .540 -.260 -.196 1 .00
18. Emotional Exhaustion I* .636 .048 .121 .165 .040 .001 -.252 .014 -.249 -.103 -.004 .039 .564 .573 -.228 -.044 .867 1.00
*Frequency *Intenslty **AccoraplIshraent Read Each Column Downward
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stress at the .01 level. Consequently, hypothesis 1.2 was accepted.
2. The results with respect to hypothesis II: There will be no signifi¬
cant relationship between teaching experience and the intensity and




As can be observed in column 10, lines 13-18, teaching experience
is not significantly related to the Frequencies and Intensities of each
of the burnout dimensions at the .01 level of confidence. The coeffi¬
cients for these burnout factors range from -.06 to -.14; therefore,
hypotheses 2.1, 2.2 and 2.3 were accepted.
3. Results with respect to hypothesis III: There will be no signifi¬
cant relationship between age and the intensity and frequency of




The matrix found in Table 3 shows that Depersonalization Fre¬
quency Intensity (.15) and the Emotional Exhaustion Frequency (-.03)
and Intensity (-.00) are not significantly related to age at the .01
level of significance; therefore, hypothesis III was accepted.
4. Results with respect to hypothesis IV: There will be no significant
relationship between educational level and the intensity and fre¬





Column 12, lines 13-18 of the correlation matrix in Table 3 shows
that at the .01 level of significance, educational level was not signifi¬
cantly related to the Frequency and Intensity of Depersonalization; The
coefficients were -.07 and -.06, respectively. Also, educational level
was not found to be significantly related to the Frequency and Intensity
of Personal Accomplishment; the coefficients were .12 and .11, respec¬
tively; nor was it found to be related to the Frequency and Intensity
of Emotional Exhaustion with coefficients of .03 and .04, respectively.
The fourth hypothesis was therefore accepted.
The correlation anlayses utilized in the preceding section tested
the relationship between one independent and one dependent variable for
various hypotheses. However, in order to determine those variables
which are most highly related to each other, a factor analysis was
utilized to test hypothesis V. Thus, the next section will discuss the
factor analysis technique. This section also presents the results of
the factor analysis, and the fifth hypothesis is restated.
Factor Analysis
Garlington described factor analysis as follows:
Briefly, it is a statistical technique for discovering
the manner in which a number of variables are related. First,
each of a group of subjects is measured on a number of different
variables. These measures or scores are then intercorrelated,
and through a mathematical procedure known as rotation, factors
or clusters of related scores are extracted or isolated.1
In stating the usefulness of factor analysis, Kim suggested that
factor analysis may be employed usefully as:
IWarren K. Garlington & Helen E. Shimota, Statistically Speaking
(Ill.: Charles C. Thomas, Publisher, 1964), p. 62.
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(1) an exploratory device to explore and detect patterning of
variables with a view to discovering new concepts leading
to a reduction of data into manageable proportions, and
(2) a confirmatory device to test hypotheses about the structuring
of variables, in terms of an expected number of significant
factors and factor loadings.^
5. Results with respect to hypothesis V: There will be no significant
relationship among professional stress, the eight dimensions of the
OCDQ, age, years of teaching experience, educational level of
teachers and the three burnout dimensions.
The above hypothesis means that professional stress, the eight di¬
mensions of the OCDQ, age, years of teaching experience, educational
level of teachers and the three burnout dimensions will not be loaded
under the same factor. The null hypothesis of no relationship was
assumed to test the hypothesis. To examine this hypothesis, all of the
18 variables utilized in this study were fed into the computer to be
factorized. The scores for the variables were Intercorrelated and
through the process of rotation, the computer created 7 factors or
clusters of related scores (See Table 4). The highest coefficient
for each variable. Indicating the factor under which that variable was
loaded, is underlined. The results of the factor are described below:
The Five Factor Rotational Solution
5. Results with respect to hypothesis V: There will be no significant
relationships among professional stress, the eight dimensions of the
OCDQ, age, years of teaching experience, educational level of teach¬
ers and the three burnout dimensions. The results of the factor
analysis (see Table 4) are described below:
Ijae-ON Kim, "Factor Analysis," in Norman H. Nie et al. (ed.).





ROTATED FACTOR MATRIX OF ALL VARIABLES *FREQUENCY
FACTOR 1 FACTOR 2 FACTOR 3 FACTOR 4 FACTOR 5 FACTOR 6 FACTOR
OLSQ .71367 -.07719 -.09467 .01723 .15482 .01303 .16088
DISENGAGEMENT .05250 -.17844 .11172 .11197 .70911 .24144 -.14902
HINDRANCE .06592 -.08827 -.06640 -.29069 .01234 .20648 .80749
ALOOFNESS .17426 .08366 .06200 .16900 .11962 .77322 .09165
PRODUCT. EMPH. .08525 .03702 -.00017 .22241 .79664 -.14095 .16590
THRUST .06970 .05884 .01241 .68044 .19245 -.41779 -.10797
ESPRIT -.24096 .23596 .09944 .63958 .05141 .13252 -.18219
INTIMACY .02834 -.00595 .15487 .5188 -.42999 .52535 .23266
CONSIDERATION .15065 .01538 .03842 .73858 -.02510 -.08611 -.05386
TEACH. EXP. -.10577 .88591 .01210 .02836 -.07160 .02859 -.12575
AGE .02162 .83496 .08649 .13949 -.06582 .20378 -.18950
ED. LEVEL .05848 .73651 .08126 .13994 .01356 -.16739 .29305
DEPERSON. F* .78458 -.01275 -.31640 .11152 .05910 .15779 -.25538
DEPERSON. I** .74888 -.01342 -.29389 .10951 .06161 .16226 -.37404
PERSON. ACCP. F* -12562 .06139 .89427 .14953 .02026 .02026 .04438
PERSON.ACCP. I** -.00782 .08724 .92833 .00846 .06198 .08608 -.09149
EMOT. EXH. F* .89257 -.02139 -.14535 .07950 -.02110 -.01987 .22548
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Factor I:
As can be observed in Table 4, the OLSQ, Depersonalization (F & I),
and Emotional Exhaustion (F & I) secured a high loading under Factor I;
consequently, hypothesis 5 was accepted for Factor I.
Factor II;
Teaching Experience, Age and Educational Level secured a high
loading under Factor II. Therefore, hypothesis 5 was accepted for
Factor II.
Factor III:
Personal Accomplishment (F & I) secured a high loading under Fac¬
tor III. Consequently, hypothesis 5 was also accepted for Factor III.
Factor IV;
Three OCDQ factors. Thrust, Esprit and Consideration secured a
high loading under Factor IV. As a result, hypothesis 5 was accepted
for Factor IV.
Factor V:
Disengagement and Production Emphasis secured a high loading under
Factor V. Thus, hypothesis 5 was also accepted for Factor V.
Factor VI;
Aloofness and Intimacy secured a high loading under factor VI.
As a result, hypothesis 5 was accepted for Factor VI.
Factor VII;
Hindrance was the only factor which secured a high loading under
factor VII. Thus, hypothesis 5 was accepted for Factor VII.
Since all of the variables stated in hypothesis 5 were not loaded
under the same factor, hypothesis 5, which stated that there will be no
55
significant relationships among professional stress, the eight dimensions
of the OCDQ, age, years of teaching experience, educational level of
teachers and the burnout dimensions, was accepted for all of the factors.
Summary
The purpose of this chapter was to present the statistical analy¬
sis of the data with respect to professional stress, the eight dimensions
of the OCDQ, age, years of teaching experience, educational level of
teachers and the burnout dimensions.
A total of 13 null hypotheses were statistically examined. Two,
hypotheses 1.1 and 1.3 which stated that there will be no significant
relationship between professional stress and the intensity and frequency
of Depersonalization and Emotional Exhaustion were rejected because a
low relationship was found to exist between professional stress and
Depersonalization, and a moderate relationship was found to exist
between professional stress and Emotional Exhaustion. The level of
confidence upon which acceptance or rejection of the null hypotheses
was based was set at the .01 level.
CHAPTER V
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS
The fifth chapter of this study is divided into 3 parts. A sum¬
mary of the purpose of the study along with the methodology and statis¬
tical procedures utilized in the study is presented in section one.
The findings of the study are summarized and conclusions are presented
in the second section, and recommendations for further study are outlined
in the third section.
Summary of the Study
The purpose of this study was to determine if significant relation¬
ships existed among professional stress, organizational climate, age,
teaching experience, educational level (independent variables) and
teachers' burnout (dependent variable). Schematically, the independent
and dependent variables may be depicted as follows:
Independent Variables Dependent Variable
To fulfill the purpose of this study, five major hypotheses were
formulated. The hypotheses are restated in the summary of the findings
of the study and served to answer the following questions:
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1. What is the relationship between professional stress and the




2. What is the relationship between teaching experience and the




3. What is the relationship between age and the intensity and fre-




4. What is the relationship between educational level and the in¬




5. What is the relationship among professional stress, the eight
dimensions of the OCDQ, age, years of teaching experience,
educational level of teachers and the three burnout dimensions?
The population for this study consisted of the secondary school
teachers employed in the twenty-two public schools in the DeKalb County
School System. Ten of the twenty-two schools and 20% of the teachers
at each school were randomly selected by the researcher for the study.
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Data for the study were collected by using three instruments:
The OLSQ measured the amount of stress experienced by the teachers
surveyed; the OCDQ assessed the climate of the schools; the MBI measured
the amount of burnout experienced by the teachers, and the Personal
Data Sheet elicited demographic information about the teachers. During
the month of October, 1984, these instruments were taken to the princi¬
pals of each of the selected schools for distribution to the selected
teachers. In all, 91% (n=113) of the teachers returned the question¬
naires to the researcher by the designated deadline.
The data obtained from the questionnaires were analyzed with the
Statistical Package for the Social Science (SPSS)^ at the Atlanta Univer¬
sity Computer Center. The data were analyzed with the following statis¬
tical processes: Correlational analysis was used to analyze hypotheses
1-4, and factor analysis was used to analyze hypothesis five.
Findings and Conclusions of the Study
The findings of the study are summarized in this section and per¬
tinent conclusions are stated. The results and the conclusions are
presented with respect to each hypothesis.
1. Results and conclusions with respect to hypothesis I: There
will be no significant relationship between professional







Hypothesis 1.2 was accepted because no significant relationship
was found to exist between professional stress and Personal Accomplish¬
ment; however, hypotheses 1.1 and 1.3 were rejected because a signifi¬
cant relationship was found to exist between professional stress and
the intensity and frequency of Depersonalization and Emotional Exhaus¬
tion. This finding supports previous findings with respect to stress
and burnout. McGuire,1 for instance, reported that burnout is a major
new malady affecting the teaching profession, and it is caused by
stress, anxiety and tension. Similarly, Scrivens,^ reported that
stress due to decision making may cause educators to burnout, and
Cherniss, Egnatios and Wacker^ reported that professionals who are re¬
sponsible for providing service to people may become overwhelmed by the
problems with which they are asked to handle and consequently began to
develop a psychological distance between themselves and their clients.
In essence, they become burnouts.
Perhaps Cherniss best describe the relationship between stress and
burnout when he stated that
...certain factors in the work setting generate particular
high levels of job stress and organizational burnout. These
include excessive role demands, a high degree of bureaucrati¬
zation (such as paperwork and "red tape"), authoritarian and/or
unavailable supervision, lack of order and organization, and so
on. We also know that these organizational factors are more
prevalent in some than in others.^
1McGuire, p. 5.
2Robert Scrivens, "The Big Click," Today's Education 68 (November-
December, 1979): 34.
3cary Cherniss, Edward S. Egnatios, and Sally Wacker, "Job Stress
and Career Development in New Public Professional," Professional Psy¬
chology^ 7 (November, 1976): 433-434.
^Cary Cherniss, p. 27
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Thus, it seems clear that burnout is a reaction to negative stress
in work situations. It was thus concluded in this study that stress
was significantly related to the burnout dimensions of Depersonalization
and Emotional Exhaustion, but not to Personal Accomplishment because
when teachers feel successful, they probably feel better about them¬
selves and consequently, experience less stress and hence burnout.
This statement supports Maslow's theory in which he stated that most
teachers probably operate on the 4th level of his hierarchy of needs,
esteem. That is they have a need for recognition, achievement and self
respect. Thus, when these needs are met, the teachers probably feel
better about themselves and experience less stress, and consequently
experience less burnout.
2. Results and conclusions with respect to hypothesis II: There
will be no significant relationship between teaching experience




In this study, teaching experience was defined as the number of
years a teacher had actually taught school. The aforementioned null
hypotheses were accepted because no significant relationships were
found to exist between teaching experience and the burnout dimensions.
The correlation coefficients relative to teaching experience and the
burnout dimensions range from -.06 to -.14, respectively. Thus, this
finding indicated that teaching experience did not affect burnout. In
support of this finding, Colasurdol and Gover^ also found that teaching
IColasurdo, "Professional Burnout amongst Public School Teachers."
^Gover, "Burnout and Demographic Variables."
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experience was not significantly related to teachers' burnout. It was
therefore concluded in this study that teaching experience was not a
significant predictor of teachers’ burnout.
3. Results and conclusions with respect to hypothesis III: There
will be no significant relationship between age and the inten¬




The third hypothesis was accepted because no relationship was
found to exist between age and the frequency and intensity of the three
burnout dimensions. This finding was contrary to Arreenich's^ and
Cover's2 research which revealed that age was significantly related to
burnout. In fact, one of Cover's conclusions was that older teachers,
due to their experience, may be better able to balance service to stu¬
dents with conformity to Institutional rules and regulations; therefore,
they were less prone to the burnout syndrome. In spite of the finding
of previous researchers, however, based on the results of the present
study, it was concluded that age was not a significant predictor of
burnout.
4. Results and conclusions with respect to hypothesis IV: There
will be no significant relationship between educational level
and the intensity and frequency of burnout dimensions of:
4.1. Depersonalization





Null hypothesis IV was accepted because no significant relation¬
ship was found to exist between educational level and the frequency and
intensity of burnout. The correlation coefficient of educational level
in relation to burnout frequency and intensity range from .03 to .12
respectively. This finding was supported by Cover’s^ research which
revealed that level of educational preparation was not significantly
related to experienced burnout. It was therefore concluded that level
of education was not a significant predictor of burnout.
5. Results and conclusions with respect to hypothesis V: There
will be no significant relationships among professional
stress, the eight dimensions of the OCDQ, age, years of
teaching experience, educational level and the three burnout
dimensions.
A factor analysis revealed that stress, the eight dimensions of
the OCDQ, age, years of teaching experience, educational level and the
burnout dimensions (Depersonalization, Personal Accomplishment and Emo¬
tional Exhaustion) were not related to each other because they were
not placed under the same factor. Instead, the computer created 7
factors and the most related variables were placed under the same
factor.
Factor 1 indicated that professional stress was significantly re¬
lated to two of the burnout dimensions. Depersonalization Frequency and
Intensity, and Emotional Exhaustion, Frequency and Intensity. (The
researcher also found a relationship between professional stress and
^Cover, Ibid.
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the aforementioned burnout dimensions in hypothesis I with correlational
analysis). This means that when teachers are placed under a great deal
of stress, they may become impersonal with their students and have
difficulty giving of themselves at a productive, psychological level.^
It was interesting to note that eventhough Cherniss^ (see page 59)
related stress to some climate dimensions, for example, production em¬
phasis (close supervision) and aloofness (impersonal principal behavior),
in the present study, none of the climate dimensions (intimacy, disen¬
gagement, esprit, hindrance, production emphasis, aloofness, considera¬
tion, and thrust) was found to be related to stress, to the three
dimensions of burnout, or to teachers' age, educational level and
teaching experience. Thus, it may be as Colasurdo^ (see page 27)
concluded that burnout/stress may have more to do with self-expectation
than the demands of the organization and other extrinsic conditions.
The demographic variables, teaching experience, age and educational
level were shown to be related to each other based on their high loading
under factor 2; however, as Indicated in hypotheses 2, 3, and 4, they
were not found to be related to burnout nor were they found to be
related to the OCDQ.
One of the burnout dimensions. Personal Accomplishment Intensity
and Frequency stood along under Factor 3, indicating that it was not
related to the other variables utilized in this study.
Disengagement and Production Emphasis, two of the dimensions of
the OCDQ, were shown to be related under Factor 5. This Indicated that
^Maslach, p. 35-44.
^Cherniss, p. 27.
^Colasurdo, "Profesional Burnout amongst Public School Teachers."
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when workers were closely supervised, they became less committed to the
organization. In essence, they disengaged.
Two other OCDQ dimensions. Aloofness and Intimacy were shown to be
related under Factor 6. This finding indicated that when principals
were impersonal, teachers became intimate with one another.
Hindrance stood alone under Factor 7. It had no relationship with
any of the individual dimensions of school climate, stress, or age,
education and teaching experience.
In conclusion, it was revealed through correlation analysis and
factor analysis that of the independent variables analyzed in this
study (organizational climate, professional stress, age, educational
level, and teaching experience) professional stress was the only predic¬
tor of two of the dimensions of burnout. Emotional Exhaustion and Deper¬
sonalization.
Summary of Findings
The purpose of this study was to determine if there is a relation¬
ship among professional stress, organizational climate, selective demo¬
graphic variables and teachers' burnout.
1. There was a significant relationship found between profes¬
sional stress and the frequency and Intensity of the burnout
dimension Depersonalization.
2. There was a significant relationship found between profes¬
sional stress and the frequency and intensity of the burnout
dimension Emotional Exhaustion.
3. There was no significant relationship found between profes¬
sional stress and the frequency and intensity of the burnout
dimension Personal Accomplishment.
65
4. There was no significant relationship found between teaching
experience and the frequency and intensity of the burnout di¬
mensions .
5. There was no significant relationship found between age and
the frequency and intensity of the burnout dimensions.
6. There was no significant relationship found between educa¬
tional level and the frequency and intensity of the burnout
dimensions.
7. There was no significant relationships found among profes¬
sional stress, the eight dimensions of the OCDQ, age, years
of teaching experience, educational level and the three
burnout dimensions.
Recommendations
The findings of the present study suggest the following recommen¬
dations for future research.1.It is recommended that additional studies utilizing larger
samples in more diverse areas be conducted to replicate this
research. Teachers and principals from all grade levels
should be used to expand the scope of this study.2.The status of professional burnout among full-time educators
is unclear. Additional field studies are needed to better
determine the existence or nonexistence of burnout among pro¬
fessional educators.3.Since the independent variables analyzed in this study (orga¬
nizational climate, age, educational level, teaching experience)
did not relate significantly to burnout, attempts should be
made to try to identify other variables that may be signifi-
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cantly related to teachers' burnout because other variables
may be found to be stronger predictors of teachers' burnout.
4. It is recommended that educational administrators keep abreast
of the literature on stress/burnout in order to provide
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751 N. Indian Creek Drive #374
Clarkston, Georgia 30021
Dr. Edward L. Bouie
Program Development
DeKalb County School System
3770 N. Decatur Road
Decatur, Georgia 3022
Dear Dr. Bouie:
In order to complete requirements for the Ed.D. at Atlanta University,
I am conducting a research study on the relationships between organiza¬
tional climate, professional stress, selective demographic variables
and teachers' burnout; however, in order to gather data for my disserta¬
tion, I need your permission to conduct a survey in the secondary
schools of the DeKalb County School System.
If permission is granted, I will randomly select 10 of the secondary
schools for this study, and teachers will be asked to respond to three
questionnaires: the Maslach Burnout Inventory, the Organizational
Climate Description Questionnaire and the Organizational Leadership
Stress Questionnaire. The questionnaires will take about 35 minutes to
complete. I assure you that the names of the selected schools and
teachers will remain anonymous.
Please complete the enclosed response form and mail it to me at the
above address as soon as possible.






751 N. Indian Creek Drive # 37^
Clarkston, Georgia 30021
From: DeKalb County School District
Subject: The Administration of the Maslach Burnout
Inventory, The Organizational Climate De¬
scription Questionnaire and The Organizational
Leadership Stress Questionnaire.
Data : October 24, ig84
X You have my permission to use
ten (10) randomly selected se¬
condary schools in the DeKalb
County School Sytem in your re¬
search study if the principals
of the selected schools agree
with your request.
Permission is not granted to use
the secondary schools in the









Palo Alto, California 94306
Dear Sir:
As a research student at Atlanta University in Atlanta, Georgia, I am
investigating the relationship between professional stress, organizational
climate, selective demographic variables and teachers' burnout; therefore,
will you please send me Maslach's Burnout Inventory.










UNIVERSITY OF CALIFORNIA, BERKELEY
BERICKl.TTi' • DA\’IS • IBATIfE • LOS ANGELES • RTVERSmE • SAN DIEGO • SAN FRANCISCO
DEPARTMENT OF PSYCHOLOGY BERKELEY, CALIFORNIA 94720
August 28, 1984
Ms. Loras Keaton
751 N. Indian Creek. Drive #374
Clarkston, Georgia 30021
Dear Ms. Keaton:
Thank you for your letter. The Maslach Burnout Inventory is published by
Consulting Psychologists Press, who hold the copyright to it. All requests should






751 N. Indian Creek Drive if 374
Clarkston, Georgia 30021
Mr. Don B. Croft
Administrative Training Project
School of- Education
University of New Mexico
Albuquerque, New Mexico
Dear Mr. Croft:
The purpose of this letter is to ask your permission to utilize the
Organizational Climate Description Questionnaire (OCDQ) in my dissertation
research for the Department of Administration and Supervision at Atlanta
University.
Keaton's study* will investigate the relationships between Professional
Stress, Organizational Climate and Teachers' Burnout.
If permission is granted, please send me the OCDQ as well as the scoring
key and any other pertinent information as soon as possible.
If you have any questions, please contact me at 404-292-8966.











Las Cruces, New Mexico 8?C01
Your interest in the Organizational Climate Description Questionnaire (OCDQ)
is appreciated. I hope the OCDQ will be helpful to you in your study.
Since the OCDQ is difficult to score by hand, arrangements have been made to
provide computerized scoring services for the questionnaire. The cost for
the scoring services is 50c each if the scores have been punched on IBM cards
and 60d each if the key punching is done here. You may reproduce the number
of OCDQ booklets that you need for your study. Then, please send the completed
booklets here to the Educational Research Center when you need the scoring
services. The results will be returned to you in approximately two weeks.






751 N. Indian Creek Drive # 374
Clarkston, Georgia 30021
Mr. Carl Anderson & Mr. James Sweeten
Oklahoma State University
Stillwater, Oklahoma 74074
Dear Mr. Anderson and Sweeten:
The purpose of this letter is to ask your permission to utilize the
Organizational Leadership Stress Questionnaire (OLSQ) in my dissertation
research for the Department of Administration and Supervision at Atlanta
University.
Keaton's study will investigate the relationships between Professional
Stress, Organizational Climate and Teachers' Burnout.
If permission is granted, please send me the OLSQ as well as the scoring
key and any other pertinent information as soon as possible.
If you have any questions, please contact me at 404-292-8966.











751 N. Indian Creek Drive # 374
Clarkston, Georgia 30021
Dear Principal:
I am pursuing a doctoral degree in Educational Adminis¬
tration at Atlanta University. As part of my doctoral
work, I have chosen the following topic for investi¬
gation: The Relationship Between Professional Stress,
Organizational Climate, Selective Demographic Variables
and Teachers' Burnout. This study is under the direction
of Dr. Ganga Persaud, Professor, Department of Educational
Administration, Atlanta University and committee members;
Dr. Ralph Frick and Dr. Roberta Bayles.
I have received permission to conduct my research in your
school system. Enclosed is a copy of that confirmation.
I sincerely hope that you can spare a few minutes of your
time and also that of your staff to aid me in obtaining in¬
formation necessary for the completion of this study. Your
part in the study, should you agree to participate, will
consist of selecting teachers in your school according to
the attached specified criteria, and distributing and col¬
lecting the instruments. I assure you that your school and
selected teachers will have complete anonymity.
If you object to my using your school in this investigation,
please notify me at the above address within the next three
days. If I do not hear from you, I will assume that I have
your permission to conduct the study at your school and the
instruments will be forthcoming.





751 N. Indian Creek Drive # 374
Clarkston, Georgia 30021
Dear Colleague:
Would you please take time out of your busy schedule to fill out the
enclosed questionnaires? They are pertinent to my dissertation study
which is entitled: The Relationship Between Professional Stress,
Organizational Climate, Selective Demographic Variables and Teachers'
Burnout.
All I need is the statistical information which these tests reveal.
Your name and the name of your school will therefore remain anon3nnous.
At the conclusion of the study, however, the results will be available
to you upon request.
Please return the questionnaires to your principal within 3 days.





Would you please take time out of your busy schedule to fill out
the enclosed questionnaires and return them in the envelope, sealed,
to your principal by November 15, 1984.
The questionnaires are pertinent to my dissertation study which is
entitled: The Relationships Between Professional Stress, Organi¬
zational Climate, Selected Demographic Variables and Teachers'
Burnout.
I only need the statistical information which the questionnaires
will provide; therefore, all names utilized in the study will re¬
main anonymous. At the conclusion of the study, only system-wide
results will be made available to interested parties.
Thank you so much for your valuable assistance.
'kidcicit'kicieicieic'k'k'k'kif'k'kicis’kic’kic'kieicit'kic'k'k'k'kicicic'k'kif’kielcicieificieieicic'kic'kie'kic'k'kieicifieickicie'k
Part I: Demographic Information
Please place the number of your response on the line to the left of
each item.
1. Age
1) below 25 4) 45-54
2) 26-34 5) Over 55
3) 35-44
2. Total years of teaching experience
1) less than 1 year 4) 11-15 years
2) 1-5 years 5) 16-20 years
3) 6-10 years 6) more than 20 years
3. Educational level
1) Bachelor's degree 3) Educational Specialist





The first questionnaire, the Organizational Leadership Stress
Questionnaire, will measure the amount of tension/strain you ex¬
perience while fulfilling the responsibilities of your job. The
second questionnaire, the Maslach Burnout Inventory, is designed
to measure the amount of burnout affecting workers in occupations
that involve considerable face-to-face contact with people, and
the third questionnaire, the Organizational Climate Description
Questionnaire, is designed to assess your perception of the type
of climate that exists in your school.
83
THE ORGANIZATIONAL LEADERSHIP STRESS QUESTIONNAIRE
Information about the Organizational Leadership
Stress Questionnaire may be obtained by writing to
the following address:




THE MASLACH BURNOUT INVENTORY
The Maslach Burnout Inventory is a commercially
published instrument. Copies of the instrument may
be obtained by writing to the following address:
Consulting Psychologists Press
577 College Avenue
Palo Alto, California 94306
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4. Very frequently occurs
Teachers ask nonsensical questions in faculty meetings.
Custodial service is available when needed.
Routine duties interfere with the job of teaching.
Teachers prepare administrative reports by themselves.
Teachers ramble when they talk in faculty meetings.
Teachers at this school show much school spirit.
The principal goes out of his way to help teachers.
The principal helps teachers solve personal problems.
Teachers at this school stay by themselves.
l(jf; The teachers accomplish their work with great vim,
vigor, and pleasure.
11. The principal sets an example by working hard himself.
12. The principal does personal favors for teachers.
13. Teachers eat lunch by themselves in their ovm classrooms.
14. The morale of the teachers is high.
15. The principal uses constructive criticism.
16 . The principal stays after school to help teachers
finish their work.
17. Teachers socialize together in small select groups.
18. The principal makes all class-scheduling decisions.
19. Teachers are contacted by the principal each day.
2 0. The principal is well prepared when he speaks at
school functions.
21. The principal helps staff members settle minor dlffereucea,
22. The principal schedules the work for the teachers.




























































































4. Very frequently occurs
24, Teachers' closest friends are other faculty
members at this school. 1234
25, The mannerisms of teachers at this school are annoying. 1234
25, Teachers spend time after school with students who
have individual problems. 1234
27. Instructions for the operation of teaching aids
are available. 1234
28. Teachers Invite other faculty to visit them at home. 1234
29. There is a minority group of teachers who always
oppose the majority. 1234
30. Extra books are available for classroom use. 1234
31. Sufficient time is given to prepare administrative reports. 1234
32. Teachers know the family background of other faculty members. 1234
33. Teachers exert group pressure on non-conforming
faculty members. 1234
34. In faculty meetings, there is a feeling of "let's
get things done." 1234
35. Administrative paper work is burdensome at this school. 1234
36. Teachers talk about their personal life to other
faculty members. 1234
37. Teachers seek special favors from the principal. 1234
38. School supplies are readily available for use in classwork. 1234
39. Student progress reports require too much work. 1234
40. Teachers have fun socializing together during school time. 1234
41. Teachers Interrupt other faculty members who are
talking in staff meetings. 1234
4 2. Most of the teachers here accept the fault of their
colleagues. 1234
43. Teachers have too many committee requirements. 1234






























4. Very frequently occurs
The principal criticizes a specific act rather than a
staff member.
Teachers help select which courses will be taught.
The principal corrects teachers' mistakes.





The principal explains his reasons for criticism to teachers. 1
The principal tries to get better salaries for teachers. 1
Extra duty for teachers is posted conspicuously. 1
The rules set by the principal are never questioned. 1
The principal looks out for the personal welfare of teachers. 1
School secretarial service is available for teachers' use. 1
The principal runs the faculty meeting like a business
conference.
The principal is in the building before teachers arrive.
Teachers work together preparing administrative reports.
Faculty meetings are organized according to a tight agenda.
Faculty meetings are mainly principal-report meetings.
The principal tells teachers of new ideas he has run across.
Teachers talk about leaving the school system.
The principal checks the subject-matter ability of teachers.
The principal is easy to understand.
Teachers are informed of the results of a supervisor’s visit. 1
Grading practices are standardized at this school. 1
The principal Insures that teachers work to their full
capacity. 1
Teachers leave the building as soon as possible at day's end. 1
The principal clarifies wrong ideas a teacher may have. 1
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